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PERSONNEL ASSOCIATIONS’ CONFERENCE WINNIPEG 


ES 


Front row: (left to right) J. Paterson, Toronto; W. R. Atkinson, Grand Valley; A. O. Hutton, 
Montreal; Lofts, Edmonton; Cameron, Winnipeg. 


Seated: E. R. Barrett, Hamilton; 
Spurway, Winnipeg; J. R. Perigoe, Toronto. 


Amy Booth, 


Toronto; G. F. Harrison, Toronto; Ruth 


Standing: T. Johns’ Winnipeg; J. S. Don, Vancouver; C. P. Chaston, Toronto; H. D. Woods, 
Montreal; S. A. Saunders, Toronto; C. Tyson, Winnipeg; V. C. Cook, Niagara District; C. W. 


Gowan, Winnipeg; M. M. Boies, Winnipeg; E. E. Litt, Windsor; D 


Duchastel, Montreal. 


- McCallum, Montreal; L. A. 


Missing from picture: J. R. Stuart, Winnipeg; F. C. Burnet, Montreal. 


The Conference 


nipeg, Manitoba was the loca- 
tion meeting, November 4th 
and 5th, 1955, which may well prove 
mile-stone the development 
Personnel Associations Canada. 
The purpose this meeting was 
discuss the future this, The Cana- 
dian Personnel and Industrial Rela- 
tions Journal, and explore the 
question Canadian Federation 
Personnel Associations. 


The meeting had been convened 
under the sponsorship the Mont- 
real, Toronto and Vancouver Asso- 
ciations with the Winnipeg Associa- 
tion acting host. The Ontario 
Federation Personnel Associations 
had been responsible for the idea 
Canadian journal the first place, 
but its inception had only been 
made possible the strong support 
some the Personnel Associa- 
tions outside Ontario. was soon 
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clear that national thinking was 
necessary both support and oper- 
ate the Journal. This, then, was the 
reason for the meeting Winnipeg. 

The first day the meeting was 
devoted the problems the 
Journal. All phases its operation 
were examined. truly success- 
ful, was realized that the Journal 
must have the whole-hearted sup- 
port every Personnel Association 
Canada. Therefore, the following 
resolution was adopted: 

“(i) The Board Directors the 
Canadian Personnel and Industrial 
Relations Journal shall consist one 
designated representative each 
participating Personnel Association. 
(ii) Officers appointed the Board 
Directors shall Managing 
Editor, Associate Editor, and Secre- 
tary-Treasurer. 

(iii) The Board Directors shall 
meet not less often than once year 
the call the Managing Editor. 
(iv) shall the function the 
above officers and Board Direc- 
tors publish the Canadian Per- 
Journal.” 

comply with (ii) above, the 
following were appointed officers: 
Managing Editor—J. Perigoe 
Associate Editor—C. Chaston 

Secretary-Treasurer—E. Barrett 

Considerable thought was given 
the exact editorial policy which 
was considered desirable. the end 
the following policy was adopted: 
“the editorial policy should not 
attempt articles directed towards 
any particular level class read- 
but selection for publication 
should always the basis in- 
terest, quality and clarity expres- 
sion. 

“Your committee recognizes that 
Canadian readers the Journal will 
very large measure served 
materials appearing foreign pub- 


trial Relations Journal’s emphasis 
should two classes articles 
originating from Canadian experi- 
ence means supplementing 
other sources; recommend that 
editorial selection should emphasize: 
(a) articles dealing with matters 
that are uniquely Canadian (b) ar- 
ticles concerned with Canadian ex- 
perience dealing with general 
Personnel and Industrial Relations 
problems.” 


the second day, the delegates 
tackled the more difficult problem— 
that Canadian Federation. was 
evident that there were great many 
divergent opinions ranging from 
those who desired immediate forma- 
tion Federation those who 
were strongly opposed such 
step. Actually, after discussion, 
became evident that none was op- 
posed eventual federation, but, 
many were afraid that federation 
now would result organization 
which would function only paper 
because the distances involved 
bringing representatives together. 
further difficulty was, also, seen 
the fact that few the associations 
had empowered their representatives 
commit them any way this 
project. 


was decided that this matter 
should the subject mail discus- 
sion between associations during 
early 1956 with the hope that 
November, 1956, when the directors 
the Journal have their annual 
meeting, worthwhile 
have been made plan for 
all-Canadian Federation Person- 
nel Associations. 


was thrilling experience for 
those privileged attend the con- 
ference find themselves the 
company compatible friends. 


was evident all that person- 
nel people are chosen for their out- 


lications. We, therefore, feel that going personalities, and their ability 
the Canadian Personnel and Indus- reach amicable settlements 
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among people with divergent views. 

Most went the meeting 
with feeling that federation was 
impracticable but quickly found 


Editorial 
Let There 


ARE SOME subjects which 
personnel people 
further light, judging from com- 
ments they have made the editor 
the past few weeks. Perhaps they 
will inspire articles least let- 
ters from readers. 


Has anybody made survey 
Canadian profit-sharing 
might possible adoption in- 
dustries that don’t like some the 
features asked Mon- 
teath Douglas, Canadian director 
the National Conference Board and 
he’s looking into the question for us. 
you know the answer? 


too early age for com- 
pulsory retirement? 


Has anybody done any serious 
studying the cost industry 
mental illness? Dr. Wilf Wees, vice- 
pres. Gage Co. and chair- 
man the Canadian Mental 
Association, convinced that indus- 
trial leaders would shocked into 


ourselves seeking means make 
practicable because enjoyed fra- 
ternizing with our confreres across 
Canada.—E. Barrett. 


activity they could see the tre- 
mendous waste manpower en- 
tails. 


December Liberty quotes Toronto 
financier, Sir Ellsworth Flavelle 
the effect that mental illness the 
“chief cause absenteeism in- 
estimates its annual. 
cost Canada $750 million. 


Has anybody ever looked the 
areas where management can pro- 
fitably consult with unions? Rex 
Complin raised this question years 
ago talk London, when 
suggested: “Let’s see what areas 
can release employees—the head- 
aches that don’t earn cent for the 
company—such company cafete- 
ria, shift schedules, transportation 
arrangements.” 


Has anybody yet developed 
technique for finding out the salary 
personnel and industrial relations 
executive should paid? 


you cannot work with love but only with distaste, better that 
you should leave your work and sit the gate the temple and take 


alms those who work with joy. 


Philosopher-Poet Kablet Gibran. 
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Executive 


Management Shows Statesmanship 
Helping Men Develop their Potential 


Rae Perigoe 


who can stand off and look 
from distance say that 
the greatest change that has taken 
place business our generation 
the change the basic attitude 
management its employees. 
They say have come, that 
time, from paternalism ack- 
nowledgement that the right man- 
age does not necessarily involve 
duty the part others 
managed. 

attitudes have been 
changing down through the ages, 
beginning with the savage idea that 
the only thing leader can with 
somebody weaker destroy him. 
The second step the evolution 
attitude slavery— 
the other fellow conquered 
and treated like beast. 


from Servitude 


Third the steps the evolu- 
tion seen Lawrence Appley, 
president the American Manage- 
ment Association, servitude. This 
attitude requires the lesser indivi- 
dual work for consideration and 
ask more. Fourth 
which believes that the other fellow 
should helped when down, 
without too much concern for what 
got him down. 

Some the first four attitudes are 
still found management to- 
day; all the last four certainly are. 
But management growing sta- 


ture and the growth away from 
five, six and seven toward eight. 

‘Number five paternalism,—“the 
other fellow should cared for and 
will decide what extent.” This 
attitude that becoming less 
prevalent, number six, parti- 
cipation—which means “the other 
fellow has something contribute 
efforts and can help me.” 
which responsible not mine. 
developing and administering 
for the benefit others.” 


Statesmanship 


Finally—and this the step which 
want examine this paper— 
comes statesmanship. This the 
attitude management under which 
the leader takes the position that 
the other fellow capable being 
far more than is, and the 
leader’s responsibility. help him 
develop the fullest potential. 

few years ago that used look 
like idealistic bunk, the dreaming 
the cloistered savant, the fine 
sentiment reserved for speeches. But 
has had amazing acceptance 
hard-headed business men the 
past few years. 


usual, had supremely prac- 
tical basic motive. When the Cana- 
dian economy boomed during the 
war and after, management had 
scratch for executive talent 
its new plants and offices. Anybody 
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with any potential that could 
seen with naked eye, was cherish- 
sonnel men, with management 
breathing hot down the back 
their necks, sometimes nabbed the 
first person come the door. 


Ready the Timber 


But casualties were too great for 
that last and personnel people 
and top management have had 
back step behind the immedi- 
ate problem filling job. 
longer good enough for per- 
sonnel people steer the round 
individual into the round hole and 
away from the square. Good ex- 
ecutive timber must piled up, 
waiting for the order that will make 
into the kind peg that the boss 
wants. 

men relying the “vacuum the 
top” suck good men 
cient volume keep the top jobs 
suitably filled. To-day they are 
studying their younger men, testing 
them, evaluating them, 
them out. Then they are proceed- 
ing train them and help them 
develop. 


Back School 


Training programs are the order 
the day. Industry: 
training directors among the staffs 
ties. the advertisements you can 
fairly hear management panting for 
“training instructors with knowl- 
edge industry and some teaching 
experience”. Books and courses 
the score are available for in-plant 
training. There are organizations 
that nothing else but set 
training programs industry. The 
established 
ing firms will put training cours- 
es—indeed insist that they set 
some cases. 


result, foremen, superintend- 
ents, salesmen and junior executives 
are going back school the 
plant cafeteria couple nights 
week prepare for the job 
ahead. 

But above these people 
low top management are the mid- 
dle-management group. The weak- 
nesses here are administrative 
skills. 

Training this group generally 
beyond the scope the package- 
type training program. They 
need personal coaching, 
tion, courses business administra- 
tion schools. This involves ap- 
praisal the individual. 

management’s credit, Cana- 
dian business developing 
management people. 

This dynamic approach the 
problem filling the vacuum 
the top recognizes the fact that 
executives are not born. They are 
the product their training and 
early training 
their parents’ home,—their informal 
education the street corner 
the school yard,—their formal edu- 
cation school and college,—the 
influence their teachers, their 
bosses, their wife—and all have 
helped mould distort their 
personalities. 


Get Below the Surface 


The trick able get be- 
low the surface and see how 
mature and well adjusted person- 
ality has developed. Superficial 
observation will not reveal how the 
tiny hammer blows millions 
experiences have moulded and 
shaped that personality. 

That’s where the psychologists 
are entering the field. stress 
interviews and revealing situations, 
loaded questions and undirected 
interviews, comparisons with the 
results studies successful ex- 
ecutives, they are able predict 
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the chances success candidates 


for executive jobs. They develop 
such complete portrait man’s 
personality that they 
how will react under given set 
circumstances. 


It's Getting Along with Others 
that Counts 


happens often,—men high 
intelligence and practical compet- 
ency often turn out ineffec- 
tive when placed positions 
‘increased responsibility. not 
that they not know the business, 
lack technical skills. is, 
rather, the area their relations 
with others the job and their 
behaviour within organization 
that the real difficulty found. 

the process studying and 


developing its potential executives, 
management discovering that the 
more important the job the more 
important the part human rela- 
tions play it. the elementary 
jobs plant, skill and job 
edge are the predominant require- 
ments. But, one climbs higher 
knowledge 
less important and leadership pro- 
gressively more important. 

The change management think- 
ing has been great when student 
its ways, Howard Whitman, can 
say it: “The measure leader- 
ship longer how well man 
can drive workers ahead him 
like team horses, but how well 
can get them follow him like 
team men”. 


Management Development the Government 


Boyd* 


NEED for planned manage- 
ment development just 
great the Government Service 
private business. The realization 
that need probably great, 
and, generally the meth- 
ods and techniques are the same. 

The Deputy Postmaster General 
decided three years ago give 
more specialized attention man- 
agement development, 
ily for this purpose, there was es- 
tablished Personnel Branch the 
fifth functional branch the De- 
partment. The Post Office has 21,- 
000 full-time employees located 
300 points Canada. 

There had been since the war 
active program supervisory train- 
ing, with such techniques 


* Rex Boyd is Director of Personnel, Canada 
Post Office, Ottawa. : 


courses for supervisors all 
levels, job rotation the rank and 
file level and for some junior super- 
visors, and temporary exchanges 
supervisors 
level. These activities were gener- 
ally well-regarded management 
all levels and the intensive pro- 
gram for 
ment, which going describe, 
was launched favourable 
climate. 

factor which undoubtedly con- 
tributed the Deputy Postmaster 
General’s decision increase the 
emphasis planned management 
development was the relatively high 
average age his management 
staff. Nearly half our supervisors 
are within ten years retirement. 
have fairly rigid system 
retirement sixty-five and 45% 


our supervisors all levels are age 
higher. This means that 
must sure have several thous- 
and people ready for increased su- 
pervisory responsibility during the 
next decade. 

The Post Office has recently de- 
centralized great deal admin- 
istrative detail the field and this 
has increased the need for planned 
supervisory development. 

Personnel people talk con- 
stantly about the importance top 
management support for our pro- 
grams. Our first step the Post 
Office was form advisory Per- 
sonnel Development Committee, 
consisting the senior line officers. 
This Committee has been extremely 
effective two ways: 

adapt ideas from outside 
the needs the Postal 
Service, and 

developing active sup- 
port for our development 
program from top level all 
down the line. 

Management Appraisal 

After extensive review 
management development activities 
business and Government 
both Canada and the United States, 
adopted the American Manage- 
ment Association pattern man- 
agement appraisal, with only few 
minor changes. worked from 
the top down, the interests 
selling the program went 
along and also the hope 
achieving something ‘standard 
pattern. Our staff located 300 
points, and this situation course 
increased the difficulties coach- 
ing those who were appraise 
Four 
Personnel Officers 
quarters travelled across the coun- 
try and started the program each 
major point. The local Personnel 
Officer then carried all sub- 
sequent Appraisal Committees. 


went down far second line 
supervisors, leaving out first line 
supervisors because sheer num- 
bers. This first round appraisals 
included 1,100 senior 
mediate officials Headquarters 
and the field. 

The appraisals were then review- 
the senior officers major 
units. This review was primarily 
for the purpose approving 
altering the many proposals for in- 
dividual development plans. 

Each supervisor who 
praised then had personal inter- 
view with his immediate chief. 
This post-appraisal interview 
course the heart the whole pro- 
gram. Each supervisor whose sub- 
ordinates had been 
tended preparatory meeting 
how conduct the appraisal inter- 
view. These meetings were kept 
small—a dozen the most. They 
took the form 
prompted questions posed 
senior line officer Personnel 
Officer. 


Questions Appraisal Plan 

preparing for the second 
round appraisals, are attempt- 
ing reach sound decisions the 
following questions: 

Who should appraised? 

One indication the acceptance 
this plan senior management 
was the unanimous opinion that the 
program should extended down 
include all first line supervisors. 

were wondering whether this 
appraisal technique should ap- 
plied outstanding members 
rank and file tool selecting 
for first line supervisors. feel 
that the long run this one 
the most important questions 
will face. However, the moment 
hesitate travel too quickly, 
and the size our organization 
causes feel that should 
first thorough job with super- 
visors all levels. For one thing, 
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feel should take time fol- 
low the specific development 
action which has been recommend- 


many cases. the other 
hand, hate discourage senior 
line officers who favour this pro- 
gram strongly that they want 
extend down the line. 
Promotability 

Another major question relates 
the factor promotability. 
private business, where promotions 
are usually based selection 
senior management highly sec- 
ret atmosphere, there course 
problem assessing promota- 
bility part the appraisal. How- 
ever, the Government Service all 
promotions follow 
competition, open usually all em- 
system advertising all vacancies 
and making selections only from 
those who apply long estab- 
lished and highly regarded system. 
staff morale that not disturb 
this system. found our first 
round appraisals that discussion 
promotability leads some seri- 
ous misunderstandings and feel- 
ing that the appraisal system was 
going completely change the pro- 
wondering should eliminate 
from the appraisal the factor pro- 
motability order emphasize 
that the prime purpose the ap- 
praisal program help super- 
visors improve performance 
their present jobs. 
Deferment and Exemption 

less basic question, but one 
which caused good deal dis- 
cussion, was the deferment the 
visor who had been his present 
job for less than year, and the 
exemption supervisors who were 
tion the Department, many 


units many half the super- 
visors had changed jobs within the 
year preceding the appraisal and 
had many gaps our results. 
The number changes has de- 
creased but still considerable and 
are inclined proceed with the 
appraisal everyone, and, the 
case man who has been pro- 
moted transferred within the 
past year, increase the Appraisal 
Committee including his previ- 
ous boss. 

Frequency 

The frequency appraisal 
apparently not issue most or- 
ganizations, where believe 
usually annual basis. 
might surprise you hear Per- 
sonnel man express the feeling that 
appraisals should held every 
second year. Performance effi- 
ciency rating old story the 
Government and our appraisal pro- 
gram therefore not something 
new but rather improvement 
refinement the efficiency rating 
system. However, there may 
disadvantage this apparently 
favourable atmosphere, much 
there has grown admitted 
tendency for these ratings 
routine and based many cases 
repetition the previous 
rating, with slight modifica- 
tion. 

would rather real apprai-: 
sal every second year than super- 
ficial review, with slight change, 
appraisal made the previous 
year. appreciate that there are 
strong arguments the other way, 
chiefly relation the delay 
which might result helping 
man who should counselled 
more frequently. But, should not 
our approach this point gen- 
eral encouragement supervisors 
all levels that the counselling 
subordinates their weaknesses 
matter their daily responsibility 
and not something which should 
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limited annual less fre- 
quent post-appraisal interview. 
Order Appraisals 

The order appraisals is, 
think, not vital concern. The 
first time worked from the top 
down—which think was wise. 
the second round are going 
work from the bottom order 
determine the importance 
appraising officer being 
assess his subordinate’s appraisal 
junior supervisor before the senior 
officer appraises the intermediate 
officer. One argument against any 
fixed order the problem 
scattered geographical 
which complicates the setting 
Appraisal Committees, and may 
finally conclude that any order 
which slows down the procedure 
not important. 
Appraisal form 

Our Appraisal Form 
columns—one for “Strengths” and 
one for “Weaknesses”. strive 
keep the procedure and the form 
simple possible, and avoid 
such techniques lists factors 
and numerical ratings. Some pat- 
tern the Appraisal Committee’s 
procedure provided specially 
trained Personnel Officers who have 
Manual with long list search- 
ing questions designed help the 
appraising officers make thorough 
assessment. 
Personnel Officer 

are not convinced that the 
Appraisal Committees 
clude Personnel Officer indefinite- 
but feel that his ptesence 
was essential during the first round 
appraisals and are planning 
put him the picture for the 
second round. should emphasize 
that the Personnel Officer present 
conference leader. 

Management Development 

Interview 

This, brief, our experience 


with the Appraisal Program—which 
has been enthusiastically received 


line officers. The most import- 
ant part this program is, 
course, the 
which regard the first and 
most important tool program 
planned management develop- 
ment. 

When talk about tools tech- 
niques management develop- 
ment, let remember constantly 
that these techniques merely sup- 
plement and not replace the two 
good manager first, actual experi- 
ence the job and second, the 
example good boss. There 
doubt that experience the best 
teacher and there also doubt 
that next one’s own experience, 
the most influential factor 
supervision’s development 
leadership his boss. when 
say that the 
view the first technique our 
program planned management 
development, mean the first 
the methods which supplement 
the manager’s own experience 
his job and the day-to-day example 
provided his superior. 
Development Plans 

Following the 
terview various 
made the Appraisal Committees 
and approved the Review Com- 
mittees for specific development 
action are carried out. The types 
special action most frequently re- 
commended are follows: job rota- 
tion planned basis broaden 
experience, special temporary 
signments for the 
that broaden the supervisor’s 
experience, personal counselling 
special problems, course report 
writing, which was mentioned 
often that such course being 
prepared, re-assignment duties 
the interests better organiza- 
tion changes recognize special 


suggestions 
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cialized training courses, such 
accounting and public speaking. 

Group Courses 

the field group courses for 
supervisors, have developed 
course Work Simplification pat- 
terned after the widely used Mo- 
gensen Method, and this course 
being given all key staff from the 
very top the smallest unit heads. 
Training Positions 

have established Manage- 
ment Training group which consists 
number supernumerary posi- 
tions. work rigid estab- 
lishment positions the Govern- 
numerary positions enable 
solve the problem taking people 
off their regular jobs for year and 
replacing them. Under this head- 
ing, have carefully selected 
mediate Headquarters officials who 
have been sent out Post Offices 
perform regular rank and file 
work all jobs. 

are also using 
pernumerary positions provide 
appropriate training and experience 
for persons who have been selected 
several months advance for pro- 
motion replace senior officers 
who are retiring. This period 
planned each case according 
the needs the individual. 

are wondering whether 
should also use this group for out- 
standing junior supervisors who 
might put into training plan 
speculation, that is, prior their 
selection for any specific promotion. 
tend shy away from the 
dangers selecting such “Crown 
Princes” and “White haired boys” 
and far have not used this 
technique. 

Conference 

continue organize periodic 
conferences for senior Field Officers 
general questions policy, and 


small conferences Postmasters, 
held their own districts, dis- 
cuss common problems. 
American Management Assoc. 

are making moderate use 
the seminars and conferences or- 
ganized the American Manage- 
ment Association. 
Case Method 

One our biggest questions 
the possible use the Case Method. 
are intrigued the increasing 
use the Case Method and 
are conducting something ex- 
periment introducing some ele- 
ments this method into our cur- 
rent program Work Simplifica- 
tion. are inclined feel that 
the Case Method would most 
appropriate advanced method 
for the development senior and 
intermediate officers. 


Problems 

Our general problems Manage- 
ment development are the same 
yours. are means sure 
how describe the qualities for 
which are searching manage- 
trouble with words; for example, 
our appraisals, there are many ap- 
parent contradictions; have 
standards which are interpreted 
the same way all our people. 

There lack courage some 
supervisors, evidenced their 
difficulty facing weaknesses 
their subordinates. find many 
halos floating around our ratings 

After have identified develop- 
ment needs are sometimes dis- 
couraged the complacency both 
those who should improve them- 
selves and their bosses who 
should help them improve. Like 
yourselves, have the problem 
prying the most promising people 
loose from their present jobs 
order give them broader experi- 
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ence through such techniques 
job rotation and special temporary 
assignments. 

don’t want appear em- 
phasizing the negative factors 
the picture but presume you are 
more interested hearing about 
our problems than listening 
rosy picture what think 
are accomplishing. 

Support Line 

Despite our 
programs have tremendous support 
from line management. For exam- 
ple, many old-timers, 
proached the appraisals with great 
scepticism, said later: “This the 
most thorough analysis have ever 
made subordinates”. The 
appraisals include many specific re- 
commendations for development 
action, which appear practical, 
and these suggestions are not only 
followed individually but they 
have given the Department clear 
picture general training and de- 
velopment needs. 


Book Reviews 


How Speak Well and Effectively 
Harold Armstrong. Published 
Paper $1.50, cheaper quantity. 


Armstrong been 
teaching effective speaking in- 
dustry for years, the past 
Canadian General Electric Co. 
that time has given course 
instruction approximately 3000 
people. 

The book, over 100 pages 
length, contains the distilled wis- 
dom Mr. Armstrong’s years 
experience. makes speech mak- 
ing very easy thing contem- 
plate and do. 

The book designed for person- 


Our experience has demonstrated 
clearly the soundness the prin- 
ciple that such programs must have 
the solid support management 
all levels. 


adhere strictly the prin- 
ciple that the responsibility for 
management development rests 
with the line and that Personnel 
provides assistance only request- 
the line. 


regards methods, believe 
that should try all possible tech- 
niques, evaluate their effectiveness, 
and then more those things 
that work. 


Finally, are convinced that 
one substantial benefit this pro- 
gram the boost the morale 
supervisors all levels which re- 
sults from their realization that top 
management interested them 
individuals and giving them 
opportunities 
selves. 


nel men and trainers who are teach- 
ing public speaking and for their 
students. 


One Canadian chartered bank has 
taken 500 copies for the use 
those taking public 
speaking courses throughout their 
branches. 

International Business Machine 
Co. Ltd. using the book both 
their Canadian and operations. 


Yes, Harold the same man who 
has been president the Personnel 
Association Toronto, President 
the Ontario Federation Personnel 
Associations, and the man responsi- 
ble more than any other individual 
for the creation the Personnel 
Journal. 
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The Responsibility Business for the 
Education Those its Service 


White* 


GRATEFUL for the opportun- 
ity take part today’s pro- 
ceedings. can conceive few 
topics more worthy discussion 
than the one are dealing with 
today. And can conceive few 
groups with whom such discus- 
sion more appropriate than the 
one assembled here. 

The fact that are not speaking 
the opportunities but the re- 
sponsibilities for business 
field indicates the need for care- 
ful definition what those respon- 
sibilities are should be. 


Perhaps one the most obvious 
qualifications that the responsi- 
bility business does not lie the 
field formal education. 
true that business must accept re- 
sponsibility for the support for- 
mal education through 
can and does accept additional re- 
sponsibility through 
bursaries and other gifts. some 
cases, particularly remote areas, 
business concerns have directly pro- 
vided the schools and other facili- 
ties for formal education. But the 
kind, quality and extent the 
education which should provid- 
are matters which must de- 
cided the community and 
which the playing any but 


* The president of Imperial Oil Limited told 
the Canadian Management Council that busi- 
ness can, through good planning and placement, 
through sound appraisal and reappraisal of em- 
ployees, contribute a good deal to the indivi- 
dual’s ability to round out and develop his 
character. 


secondary role industry would 
rightly regarded presumptu- 
ous. 

Over-stepping the mark the 
field formal education would not 
only bring upon industry the criti- 
cism educational authorities, 
would assuredly 
from shareholders. perhaps 
obvious that anything undertaken 
business the field educa- 
tion should predicated the 
fact that business concern must 
remain true its purposes. That 
is, must concentrate its activities 
those things which will help 
supply the public with desirable 
goods services, and which will 
earn adequate return 
capital employed. 

These are perhaps obvious quali- 
fications, and the purpose men- 
tioning them not much for 
their novelty for the need keep 
them well the front our minds. 
dealing with the field educa- 
tion must remember that this 
area which business should 
move with the utmost caution and 
the utmost respect. 

One 
dustrial life itself education. 
The mere fact holding down 
job industry going teach 
employee great deal, not only 
about his job, but about human 
nature itself. 

The educational value job 
may great little, positive 
negative, depending the job and 
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the individual who holds it. Most 
would agree, think, that the 
more stimulating and challenging 
the job employee, the more 
productive will his work and the 
greater will its educational value 
him. other words, good job 
planning and personnel manage- 
higher productivity and develop- 
ment value the employee. 

Now that have ruled out some 
educational areas, what precisely 
are the fields which are appropriate 
business? recall that the 
prime concern industry must 
efficient effective operation and ser- 
vice, follows that industrial man- 
agement which overlooks that fact 
cannot long remain position 
have any concern all for educa- 
tion anything else. The sort 
education provided 
must appropriate the industry 
concerned. That being the case, 
what are seeking produce 
through our educational efforts? 
What, from industrial 
ness point view constitutes 
“educated” man? 

One the most useful ap- 
proaches answering this question 
which have seen recently was 
the article Robert Katz called 
“Skills Effective Administra- 
tor” which appeared recent 
issue the Harvard Business Re- 
view. 

Katz suggests that successful ad- 
ministration rests what calls 
three basic skills—the technical, the 
human and the conceptual skills. 
The meaning the first two 
these terms fairly obvious. Tech- 
nical skill has with com- 
petence operations while human 
skills have with the arts 
getting along with people—people 
one’s own level well those 
who are above and below the 
organization scale. “Conceptual” 
skill involves the ability see and 


grasp the realities enterprise 
whole; involves recognizing 
how the various functions or- 
ganization depend one another 
and how changes one part are 
likely call for changes others. 

The great advantage this three- 
way classification managerial 
qualities that the 
qualities apply all levels oper- 
ation corporate structure. What 
changes one moves towards the 
managerial end the spectrum 
the proportion which these three 
attributes are required. But just 
the most junior employee must 
have some personal and conceptual 
skill addition his technical 
competence, the top management 
must have grasp technical mat- 
ters along with highly developed 
ability the personal and concep- 
tual skills. 

result, the technical-personal- 
conceptual approach employee 
abilities enables person see 
the industrial education picture 
unit rather than either series 
disconnected 
ing multitude educational 
courses, two distinct programs 
one labelled “Employee Education” 
and the other labelled “Manage- 
ment Development”. 

This latter point some im- 
portance for, while may con- 
venient for organizational purposes 
divide the programs into two 
groups (we ourselves) both 
should aspects the determina- 
tion management develop 
the fullest possible extent the po- 
tentialities employees all le- 
vels. Indeed, the impression once 
becomes established organiza- 
tion that development opportunities 
are going restricted the 
few, the resultant loss morale 
might easily offset the gain skill 
from the training provided. The 
corporation which adopts such 
“crown prince” approach might find 
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itself the position being staffed 
approximately two per cent 
per cent “lead swingers”! 

However, when 
more closely the management as- 
pects this educational program 
becomes clear that education for 
management involves impor- 
tant extent education selecting 
and developing candidates for pro- 
motion managerial duties—one 
the most important 
problems human relations. 

this one aspect the problem 
see how broad the prospect is. 
involves education the under- 
standing men, the perception 
particular talents, the detection 
prejudices and foibles; the 
ways encouraging constructive 
attitudes, the development 
leadership. 

doubt for these functions 
alone any individual could ever 
sufficiently educated. Inherently 
may have many the required 
qualities and the schools 
versities may lot bring them 
out and strengthen them. 

Yet feel justified emphasiz- 
ing that managerial talent, com- 
petent accomplish any con- 
siderable way the analysis and de- 
velopment individual human ca- 
pabilities, will rarely blossom the 
form spontaneous genius, nor 
suspect, with due deference the 
schools and universities, can 
developed them quite the 
extent required. 


come around the fact— 
the educational opportunities that 
should provided management 
for management are just about 
broad and diversified human na- 
ture and the general run human 
knowledge. 

Accordingly isn’t any spirit 
pessimism criticism that say 


there great deal more 
achieved that vast potential area. 
should recognized that busi- 
ness can, through good 
ning and placement, through sound 
appraisal and reappraisal em- 
ployees, contribute good deal 
the individual’s ability round out 
and develop his character. 


the technical and conceptual 
aspects management develop- 
ment the approach more clear 
cut than the development 
“human skills” Katz calls them. 
Technical skills can taught 
conventional methods and the chief 
problems faced this area 
are those detail, budgets and 
on. 

Conceptual skills—the ability 
grasp the nature the business 
whole and its relation the 
world around it—can also foster- 
paratively simple show people 
the Widget division how their 
operation fits with the Gadget 
line and on, until person has 
gained good perspective the 
entire operational side 
ness. 

Perception the intangible as- 
pects business, however the 
ability grasp the human and per- 
sonal realities they relate the 
operational facts life and the 
ability project the effects 
changes—are another matter. And 
while these skills too can facili- 
tated training courses, the im- 
portant factor the capacity the 

The ability perceive all the 
facets highly complex situations 
calls for combination technical 
and human understanding ad- 
vanced nature. individual gift- 
enough score full marks 
test conceptual skill would 
superman indeed. 

fear that people 
think the object education- 
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for-management produce such 
supermen. 

This is, course, completely er- 
roneous. The object bring out 
the best there man, nothing 
more. And while the overall task 
managing modern industry would 
indeed call for superman, 
should remembered management 
tasks have borne groups, 
education for management has 
sharpened the abilities all the 
people the management group 
the point where collectively they 
can exercise the desirable features 
good management, will have 
achieved its purpose. 

All have been saying may lead 
you believe that Imperial 
make little use organized courses 
and programs for the development 
our people. Such not the case. 
tell you some them which 
doing so, will attempt deal 
with them each the three skill 
areas have been discussing. 

the area developing techni- 
cal skills Marketing, for example, 
spend year formally adapt- 
ing engineer’s basic training 
the job industrial sales. Again, 
our Producing operations various 
types engineers, after period 
training, become what charac- 
terize “petroleum” 
These are just two examples our 
taking over where public educa- 
tional institutions leave off. 

the same time, mentioned 
earlier, are attempting make 
increasing use and giving en- 
couragement public agencies 
the technical field. are looking 
the technical and commercial 
schools provide with people 
with specialized skills. 

also make use technical 
courses offered certain universi- 
ties, such the “Mud Course” 
the University Alberta. (Mud 


courses are peculiar the produc- 
ing section our business. Special 
clays are used sort lubricant 
and pressure valve drilling oil 
wells; tricky stuff, and its pro- 
perties and application vary from 
type type.) 

the area human relations 
number specialized courses have 
been widely and, believe, success- 
fully used our operations. Ef- 
words, how talk with people—is 
example. Such courses, the 
main, provide for practice the 
part those taking part. The dic- 
tum “we learn doing” applies 
much business school. Con- 
ference leadership said the 
oldest this type training. 
this course one week’s duration 
some the theory group discus- 
sion taught. Participants are given 
the opportunity practising con- 
ference leading, and actual evalua- 
tion the practice sessions, 
themselves, other members 
the group, and the instructor 
are provided for. will just men- 
tion name couple other 
programs this 
Performance Interviewing and Con- 
ferences Salesmanship. 

are experimenting with the 
“case study” method. For this pur- 
pose are collecting company 
cases, usually involving some aspect 
human relations. have not 
yet made use published cases 
“The but the pro- 
gram goes well hope, 
expect include them later. 
has been suggested that the leader 
the case discussion should the 
superintendent manager the 
operation, and that the “case” would 
form introduction general 
discussion their current problems 
with supervisors. other words, 
the “case” instruction method will, 
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with our supervisory training pro- 
gram. 

this whole area human re- 
lations training you may have noted 
that are attempting develop 
the individual, though necessity 
within the framework group pro- 
grams. 

would like now mention 
some the things are doing 
the area developing conceptual 
skills. 

The program call Executive 
Orientation might considered 
come under the conceptual heading. 
the need arises, but generally 
group fairly senior people 
spend three months visiting compa- 
operations from coast coast, 
including the executive 
Management the operations and 
the executive offices tell and show 
their story. The visitors are en- 
couraged ask questions—particu- 
larly the question, “Why?”. 

broader program—broader 
the sense that covers more people 
—is what call Interdepartment 
group some people are 
brought our Toronto office. 
period three weeks departmental 
managements explain what 
attempting do, why their depart- 
ments are organized they are, 
and some their current problems. 
Arrangements are made for the 
group attend various committee 
meetings, including session with 
the Board Directors. think 
that this program helps 
tending become aware the 
complexities and interdependencies 
the departments our company. 
They come marketers manu- 
facturers producers pipe liners. 
They leave with much broader 
understanding the industry and 
company whole. 

For several years have sent 
number our people special 


university courses, for example: 
the Advanced Management Pro- 
gram Harvard, and courses 
business administration such 
those the University Western 
Ontario, University Alberta and 
Dalhousie. have sent people 
more specialized courses, such 
those industrial relations, offered 
McGill, Toronto, Queens, and 
others. These courses provide valu- 
able opportunities for representa- 
tives many industries pool 
their own experiences 
their knowledge with others. 
the same time, those attending are, 
the principles involved the 
human relations aspects most 
business problems. these means 
participants also gain insight in- 
themselves and are often encou- 
raged greater efforts further- 
ing their own education. 

number consulting firms 
provide courses covering variety 
special aspects the manage- 
ment job. have made some use 
these well conferences and 
work shops offered various man- 
agement associations. also en- 
courage membership professional 
associations such those affiliated 
with the Canadian Management 
Council. While neither practi- 
cal nor desirable for catalog 
all the out-company services 
make use of, would like stress 
the importance attach the 
part these various agencies play 
management education. 

Many companies are doing 
much more than are their 
attempts further the education 
their employees. Evidently Can- 
adian business takes its responsi- 
bility and opportunity seriously. 
With the accelerated pace our 
economy believe that will be- 
come increasingly important de- 
velop thinking people, people who 
learn from their own experience. 
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How 


Pre-Test Our “Apprentices” 


Phil Rhynas* 


manpower shortage which af- 
fected industry and government 
services alike, the Ontario Depart- 
ment Lands and Forests has 
developed programme voca- 
tional guidance and 
vancement considerable interest 
the field personnel manage- 
ment. addition, pre-service and 
in-service training are regarded 
among the most rewarding forms 
human relations within the civil 
service and public relations with- 
out. 

think business could take leaf 
out our book and develop pro- 
gram that would ahead their 
present apprenticeship programs. 
take high school youths and 
give them opportunity try out 
forestry before they 
vocations. this way get 
good supply interested youths 
who make good forest rangers. Then 
train them and develop them. 

The programme embodied prin- 
cipally two training 
tiated little more than ten years 
ago. They are the Junior Forest 
Ranger programme and the Ontario 
Forest Ranger School. Both have 
with forestry below the uni- 
versity level. But both have played 
part, officials believe, the rapid 
fession. this the Department 
working hand hand with in- 


*Chief, Division of Operations and Person- 
nel, Ontario Dept. of Lands & Forests. 


dustry, the benefit both. 

form vocational guidance, 
and relieve trained men for other 
duties, the Junior Forest Ranger 
programme was inaugurated 
wartime expedient some time before 
1944 give high school boys 
and summer vacation employ- 
ment and training the bush. 
early 1943 start was made 
plan for inservice schooling and 
training staff ranger personnel, 
culminating the present modern, 
superbly equipped Ontario Forest 
Ranger School near Dorset, the 
head picturesque St. Nora’s Lake 
the Huntsville area. The school 
the middle the famed Uni- 
versity Forest, the only one its 
kind this continent. 

The pre-employment factor the 
Ranger School programme has since 
been extended, but only small 
extent. The plan now permits young 
men with inclination and fitness 
for forestry career and who 
studies the Faculty Forestry, 
take the prescribed 
courses the Ranger School, pay- 
ing their own fees the reasonable 
rate charged. For admission, they 
must meet scholastic requirements— 
Grade minimum—and show abil- 
ity and fitness for the work. 
present, however, not more than 
ten such students can accom- 
modated the school. The school 
can accommodate upwards 200 
persons. Dormitory facilities, how- 
ever, are limiting factor. 
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One the most important aims 
the Junior Rangers eliminate 
career time waste. summer 
Junior Ranger camp has determin- 
many young men career 
forestry. the same time, has 
saved many from entering field 
for which they found they were not 
suited, thus avoiding misdirection 
important formative years. Some 
the Junior Rangers have gone 
from high school into universities, 
for the degree B.Sc.F. 
and become specialists biolo- 
gy, soils, chemistry, plant pathology, 
hydrography and other sciences al- 
lied forestry and wildlife man- 
agement. Large numbers have gone 
into one other the woods in- 
dustries with marked success. 

Others join the Department staff 
leaving high school. But where- 
one time such young men 
might remain rangers for years, 
now the Ranger School programme 
permits them advance im- 
portant posts. Several are District 
Foresters. 

leading business executive re- 
called recently that had spent 
his summer vacation 
Ranger because loved the out- 
of-doors and thought would like 
outdoor career. found that 
was not adaptable forestry 
and was wisely counselled camp 
supervisors trained Departmental 
officials—to choose some other life 
work. 

From tentative boys high 
school age who were Ontario’s first 
Junior Forest Rangers 1944, 
working and learning during sum- 
mer vacation the North Bay and 
Parry Sound districts, the number 
employed under the programme 
this summer had increased more 
than 500. Unfortunately, many 
times that number applicants 
could not accommodated. Camps 
now extend over most the north- 
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ern part the Province, from Ke- 
nora the Lake the Woods area 
across Pembroke and the Ottawa 
River. 

The Junior Rangers have relieved 
skilled staff men for other more- 
pressing duties, invaluable aid, 
especially during the forest fire sea- 
son. The boys have increased their 
own competency the woods un- 
der expert training. 

early 1943 start was made 
giving instruction the ranger 
personnel the Department 
Lands and Forests staff the 
Faculty Forestry. However, the 
Ontario Forest Ranger School may 
said have been formally es- 
tablished when the appropriate 
Order-in-Council setting out its pur- 
pose and the responsibility for its 
administration was passed Nov- 
ember 27th, 1945. 

Under this Order-in-Council, 
Advisory Council was set 
advise respect the manage- 
ment the Ranger School such 
matters entrance requirements, 
courses study, fees, discipline, 
awarding such certificates may 
appropriate, and other such kin- 
dred matters. Subsequently, Di- 
rector and teaching staff were ap- 
pointed and curriculum was ap- 
proved. the years that followed, 
buildings were erected house the 
staff and students and provide ex- 
cellent teaching accommodation. 

There can doubt that the 
establishment this school has fill- 
great and long-felt need the 
programme forestry training 
this Province. 

The Ranger Schools aim give 
the student practical training 
forestry methods techniques, 
and qualify him (with field ex- 
perience) for positions cruiser, 
cut inspector, scaler, woods fore- 
man, camp clerk, rangers 
life overseer. The training sup- 
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posed vocational with em- 
phasis the practical side. 

tute for, short-cut to, profes- 
sional forestry training the uni- 
versity level, though the graduate 
from Ranger School should have 
reached the point where speaks 
the same language the profes- 
sional forester and can appreciate 
the professional point view. 

The Forest Ranger School com- 
menced activities September, 
1943, temporary quarters the 
Sherwood Forest Camp Halibur- 
ton County, some miles distant from 
the present location, with stu- 
dents enrolled. The course, the 
time, extended over two-year per- 
iod and consisted one one-month 
term each year. 

The first unit 
school was sufficiently advanced 
permit the commencement school 
activities there September, 1945. 
Located near the centre the Uni- 
versity Toronto Forest about 
eight miles south the village 
Dorset, Highway 35, the 
County Haliburton, Ontario, the 
school now consists large class- 
room building; kitchen and dining 
hall; dormitory for students with 
lounge, showers and washrooms; 
garage, storage and workshop build- 
ing; central heating plant and other 
well 

The University Forest which sur- 
rounds the school comprises about 
18,000 acres and offers variety 
forest conditions suited training 
forestry work. The University 
Forest managed the Faculty 
Forestry the University 
Toronto under agreement with 
the Department Lands and Fo- 
rests which also provides that the 
facilities the Ranger School are 
available for field work the fa- 
culty students. 

“The primary purpose 


school train personnel for the 
Ontario Department Lands and 
Forests and the Forest industries 
the Province and cooperate with 
the University Toronto pro- 
viding field experience for students 
the Faculty Forestry,” the 


school’s official prospectus sets 


addition, the school has placed 
its facilities the convenience 
other kindred allied organizations 
which have the approval the Ad- 
visory Council for their use times 
which not conflict with the regu- 
lar work the school. 


The complete course the Rang- 
School given three terms 
approximately weeks each. The 
first term stresses basic training and 
probationary period. The sec- 
nature with high percentage 
the time spent field work. the 
third term the work somewhat 
more specialized and the students 
may take either the wildlife option 
the general course. 

present, the total number 
students the ranger course 
limited 60, with maximum 
the wildlife option. 


The Ranger School course open 
male employees the Depart- 
ment Lands and Forests and the 
forest industries Ontario. 
admitted, applicants must 
good character, have reached their 
18th birthday and have least 
Grade equivalent education. 


indicated earlier, provision 
now made for admission “10 male 
residents Ontario who can fulfill 
these requirements and who have 
minimum six months experience 
woods work its equivalent. 
These men will selected the 
basis competitive examination. 
Graduation carries guarantee 
employment.” Total cost the 


course $570.00—$190.00 per term. 
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Motivation Level 


The Interest Employees Feel 
and the Effort they are 
Prepared make their Job 


MacPhee* 


ENTERPRISE may have, any 
particular time, constructive 
policies and good plant and equip- 
ment; may have assembled into 
organization per- 
sonnel selected accordance with 
the best practices, and yet may fail 
achieve economic production 
distribution profitable services. 
Well known experienced execu- 
tives are the experiences installa- 
tion new and expensive equip- 
ment two plants, one which 
operates planned standard, and 
the other fifty seventy-five per- 
cent rated capacity; one office 
staff being time and the other 
consistently late with its reports; 
one retail sales force being con- 
sidered rude and unhelpful, and 
another staff, perhaps next door, be- 
ing courteous productive. 
These same observations 
made relation the activities 
individuals and groups govern- 
ments, the armed services and the 
church. Something lacking 
one situation, and 
ent the other which produces 
superior results. 
Here are obviously dealing 
with some psychological processes 
inherent the individual with 
the social climate which the in- 
dividual working, which produces 
different behaviors. Equally obvi- 
ously the identification and control 
these processes are not mere aca- 


Prof. MacPhee is Director School of Com- 
merce, University of British Columbia. 


demic problems; they determine the 
profitability, the stability and the 
growth individual industries 
organizations, the 
standard living our society. 

Management, including and es- 
pecially personnel management, 
vitally concerned with 
cal issues involved. Why are some 
clock-watchers? Will improved pay 
working conditions threats 
dismissal improve 
When employee performance low 
the employee consciously trying 
“do little possible for 
much possible”, has manage- 
ment failed supply the necessary 
motivation? 

recognize that 
groups vary from time time 
the interest they feel in, and the 
effort they are prepared make on, 
their job. Let call this fact the 
“motivation level” operator. 
These psychological terms lack 
precision for scientific purposes and 
are hard measure with any de- 
gree reliability, but they de- 
fine the general area under con- 
sideration, and they 
that motivation dual psycho- 
logical term covering both the at- 
titude and the output indivi- 
dual. These two terms, together, 
are evidences the operator and 
management the urge the 
operator possesses the job 
assigned him. 


tion that the interest any person has 
his job may vary from hour 
hour, month month; the effort 
prepared make may vary 
similarly. useful, therefore, 
for use the concept “moti- 
vation level” indicate that the 
motivation (that is, the interest and 


low high over period time; 
that these two factors are the ones 
define the response the individual 
the group the leadership 
management. 


Psychologists have, yet, made 
little contribution measurement 
the depth intensity “inter- 
est” complex situation such 
job, and even less contribution 
any correlation interest with 
“output” and “satisfaction”. Indus- 
trial engineers have tended iden- 
tify production and effort syno- 
nyms. total have not yet 
arrived useful measures the 
store office, the level 
ticular employee. Yet just this 
motivation level which managers 
are expected keep high, day after 
day; only this level high will 
the industry achieve its goals 
profitability and employee satisfac- 
tion. 


the absence direct measures 
suggested that other available 
quantitative indicators are value. 
Industry recognizes the following 
measurable data being somehow 
related poor interest and effort: 


Labor turnover. 


Restriction output (late- 
ness office 


Deterioration quality. 


Increase waste and spoiled 
work. 


Need for external discipline. 


Frequency grievances. 

Absenteeism, for any reason 
whatever. 

Accident rate. 


Habitual tardiness, lengthened 


10. Strikes. 


These ten items are indentifiable, 
are quantitative, and are frequently 
matter routine report busi- 
ness. They are, therefore, avail- 
able management indexes. 
Obviously the standard average 
will vary from community com- 
munity, may vary from trade 
trade, but each business can chart 
its own performance depart- 
ments, from month month. 
high rating any one these 
factors indicative low motiva- 
tion level. excess rating 
several would indicate with even 
more reliability that interest and 
effort are low. 

not suggested that all these 
indexes are equal value, but each 
adds some other indicator inter- 
est effort. What being pro- 
posed that management should 
collect these data, should compare 
individuals and departments 
these bases and determine the 
use these symptoms its success 
greater interest and effort their 
common objective. 


SITUATION WANTED 


Industrial Relations Personnel Mana- 
ger, years experience all phases 
personnel administration and labor rela- 
tions including contract negotiations. 
Available for permanent position with 
progressive Company. Summary quali- 
fications, references etc. upon request. 
Box The Canadian Personnel Indus- 
trial Relations Journal. 
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Expert Looks Company Publications 


PUBLICATIONS are two 
distinct types: those produced 
for employees, and those produced 
for customers, prospects, friends 
friends. Sometimes 
mistakenly, company publishers try 
make their journals serve both 
purposes, very much the 
Queen’s Quarterly and New Liberty 
were lumped together and aimed 
the same market. These fail 
serve either purpose well. 


Immediately after the war, one 
Montreal company which 
pated labor troubles 
publish magazine which would 
show employees how much money 
they receiving 
through elaborate recreation facili- 
ties provided for them the com- 
pany. Designed impress em- 
ployees with the company’s gener- 
osity, the magazine was also dis- 
tributed company shareholders. 
This group readers took en- 
tirely different view the program 
reported the magazine than did 
the employees. They believed that 
money which should have been 
used pay deferred dividends was 
being wasted pampered workers 
and their complaints the board 
directors were sufficient bring 
about radical change policy. 


Excerpts from a chapter entitled “How To 
Be A Publisher” from the recently published 
book “The PR in Profit”. Its author is Leon- 
ard L. Knott, president of Editorial Associates 
Limited and of Inside Canada Public Relations 
Limited. The book is published by McClelland 
& Stewart, and we commend it to our readers. 
—Editor. 


attempting serve two pur- 
poses the magazine failed both 
them. 


.The good company magazines 
papers are those whose purposes 
and markets are clearly defined. 
The Beaver fine publication be- 
cause conceives its function 
the distribution interested read- 
ers articles and pictures about 
Canada’s north and 
tory. seeks neither cheesecake 
nor critical articles modern 
music ballet, except when such 
arts are practiced within the area 
the magazine covers. C-I-L Con- 
tact good employee paper be- 
cause talks about 
with pictures those 
which C-I-L employees are most 
interested, themselves. that ex- 
tent least, good industrial edi- 
tor must have one-track mind. 
The Cyanimid News published 
North American Cyanamid Co., 
does good job bringing to- 
gether employees number 
different plants Ontario and 
Quebec and promoting company 
esprit corps. 


Each type publication has 
definite function Com- 
panies publish employee newspap- 
ers magazines because they pro- 
vide one the best means com- 
municating management 
employees. That employee 
sole function; all the rest 
sugar coating make the reading 
the ideas and their acceptance 
less painful. 
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Management has many ideas 
wishes communicate employ- 
ees. needs tell them first 
all, that good employer. 
come right out and say this 
out loud, uses the company 
newspaper. shows the employees 
pictures the new recreation room, 
the first aid station. pub- 
lishes news reports interviews 
with its president new pension 
plans. The employee who reads 
tures, gets the idea, presented 
properly. might resent being 
formed, particularly when gets 
his information the same way 
that gets home through his 
daily newspaper his favorite 
magazine. 

Management also wishes tell 
its employees how cut down 
accidents and how take care 
their health, that they can stay 
the job. This not entirely 
altruistic. costs money train 
employees, and when they are sick 
when they are kept from work 
ventable accident, the company 
losing some that investment. 
Keeping employees their jobs 
helps management pay dividends. 

Touch” and the 
Guard Rail” signs are what the ad- 
vertising business calls “point 
sale” messages. They are essen- 
tial and the well-run 
them all its strategic locations. 
But just advertising 
city are necessary condition the 
retail customer the “point sale” 
advertising the department store, 
employee newspaper. articles 
and pictures condition employees 
obey the safety signs when they 
see them. picture poor Joe 
Blow who was killed when fell 
down the elevator shaft because 
forgot close the elevator gate, 
pretty effective conditioning for 


the other employees who see the 
photo and read the explanation. 
Some editors don’t approve this 
“negative” approach and prefer the 
positive one showing John Doe 
who has worked the plant for 
forty years and has never lost 
day’s work. But whichever method 
used, the management safety mes- 
sage reaches the employee through 
the newspaper magazine pub- 
lished for him read, and reaches 
him form which has be- 
come accustomed through his other 
outside reading. 

Sometimes management 
wishes instil among its employees 
feeling pride the company 
they work for and appreciation 
its product services. 
too, accomplished through fea- 
ture articles and 
forming the reader about the com- 
pany’s research program, the care 
that taken production, show- 
ing the product use. Good edi- 
tors have also found that employees 
are keenly interested knowing 
what contribution they made 
individuals the product ser- 
vice their employer sells. man 
who has been bolting sets iron 
plates together for the past twenty- 
five years and then putting them 
conveyor belt watch them 
move along the assembly line, can 
get tremendous thrill out see- 
ing complete locomotive ice 
cream freezer and finding his par- 
ticular part holding the whole thing 
together. can’t see the loco- 
his company newspaper maga- 
zine, and will love the editor 
who takes the trouble decorate 
the locomotive with few arrows 
and white lines pointing what 
he, the employee, did help make 


The Asbestos Producer, published 
Quebec’s seven major asbestos 
mining companies for their 
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thousand workers, reflects idea 
from radio and TV. each issue 
work, describes his job then asks 
the question “What’s line?” 

Sometimes, too, when things are 
getting bit tough industry 
and when employees are beginning 
worry about just how safe their 
jobs are, management can itself 
good turn publishing the facts. 
When management tight 
spot, wishes could call labor 
for help. has better chance 
getting that help when labor has 
been given the right information. 

the spring 1954, Montreal 
manufacturing company wished 
send message the homes all 
its employees, pointing out that the 
company was having serious diffi- 
culties. 
Sales were tougher make. Em- 
what they could help the situa- 
tion increasing production, 
making sure the company’s product 
was high quality and reduc- 
ing waste either time ma- 
terials. 

The message was reasonably and 
politely expressed. employee 
could have taken offence and most 
employees would have appreciated 
the fact that management was out- 
lining the problem them before 
the situation became too serious 
remedy. One thing, however, had 
been overlooked. “In your mes- 
sage,” the company was told, “you 
are quite rightly asking your em- 
ployees for their help. You are sug- 
gesting things they can re- 
lieve the present strain and keep 
you business. However, you 
don’t tell them what you, man- 
agement, are doing help, well. 
Tell them that you are working 
night and day, that your salesmen 
are making more calls, that your 
creased, and that you are improv- 


ing your own efficiency just you 
want them improve theirs”. 

With those changes, the message 
was sent employees. Through- 
out the plant there developed 
feeling that everybody that or- 
ganization from president ap- 
prentice was working together. They 
might not able back 
boom, but they were certainly bet- 
ter equipped than they were before 
weather storm. Employee 
morale was much better. 

messages through 
employee publications are company 
propaganda. And there’s nothing 
wrong about that. The company 
has right, and obligation, 
inform its employees and will 
more pleasantly and more effec- 
tively uses friendly, attractive 
approach. can this through 
well-edited employee journal. 

Management messages should 
prepared professionals who are 
able write them 
them from the employee point 
view. published order from the 
office may create resent- 
ment; explanation that order, 
practice, can win 
operation. Regulations, 
changes, new working conditions 
cause they are the interests 
the company whole. they 
serve those interests then they must 
also serve employees who are 
integral part the company. 
the reason for these changes clear, 
employees should accept them and 
approve them. The reason can 
made clear explained from 
the standpoint the employee 
rather than from the standpoint 
management shareholders. 

The casual reader almost any 
employee newspaper magazine 
may sometimes wonder how far 
management has got away from the 
basic purposes behind the publica- 
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tion. Much its content may 
seem have very little with 
company policy, safety, product 
promotion factory regulations. 
The major part the publication 
may concerned with trivialities, 
including jokes and cartoons, per- 
sonality items, reports employee 
and other extra-curricular activities. 
This the candy coating. It’s the 
music the radio program that 
coaxes you listen the commer- 
cial. It’s the comic pages and the 
gossip columns the newspapers 
that keep the readers going from 
page page, picking the really 
important little items, from the pub- 
standpoint, they along. 

Fill employee magazine with 
company regulations and you'll soon 
run out readers. Surround the re- 
gulations with editorial entertain- 
ment and the kind news that 
employees want read, and make 
even the regulations read like the 
big news story the day, and 
got 
ship for every issue. 

editors realize 
that the man woman the job 
isn’t isolated human being with- 
out family friends. man 
happier the job when his wife 
happy home. girl does bet- 
ter work when her father proud 
the job she doing and thinks 
well the company she works for. 
Employee newspapers and maga- 
zines, therefore, have field 
serve outside the company itself. 

incorporating good women’s 
page feature, book reviews, baby 
pictures and even sometimes fiction, 
many company publications have 
won acceptance employees’ 
homes. Such publications are often 
distributed the homes rather than 
employees work. The effect 
then two-fold. The whole family 
enjoys the publication 
vides glimpse the wage earn- 
life lived during the 


day. The worker finds greater satis- 


faction performing his work 
when becomes interesting his 
family. 

Few company publishers pay 
sufficient attention the distribu- 
tion their employee publications. 
Most them rely at-the-plant 
distribution, depending the em- 
ployees pick their copies dur- 
ing rest periods their way out 
after work. extremely well-writ- 
ten and professionally edited publi- 
cation may excite sufficient em- 
ployee interest produce one hun- 
dred per cent coverage, but the 
chances are that many employees 
will leave empty-handed. 

For this reason, many company 
publishers prefer mail copies 
each employee’s home. There are 
also dangers this procedure. 
Unless mailing lists are constantly 
checked and revised, many copies 
will astray and some employees 
will never receive their copies 
the 

The 
growing effectiveness. Its value 
will continue increase com- 
pany publishers employ good edi- 
tors and permit them apply 
the papers they edit the same edi- 
torial standards that make commer- 
cial succeed. Respect, 
goodwill, understanding 
operation are some the important 
dividends that can come from 
money invested wisely the kind 
employee paper that employees 
can accept their own. 

the trend towards all-out en- 
tertaining publications for employ- 
ees, however, there 
dangers that should not over- 
looked. Sometimes employee 
paper too lavish. The paper 
too good; there are too many ex- 
pensive engravings. Color used 
unnecessarily. prompt employee 
reaction feeling that the 
magazine were 
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would more cash employee 


pay envelopes. The editor and 
publisher may know that the actual 
cost only few cents copy, but 
the man woman the produc- 
tion line sees what looks like waste. 

even graver danger creating 
through the magazine barrier be- 
tween management and employees 
rather than bringing the two groups 


How It... 


together. 
tion should “belong” 
ployees. should edited for 
them and not for the front office. 
should appeal their tastes, and 
reect their interests. Wherever pos- 
sible, the 
should consulted about what 
goes into their newspaper maga- 


Food Management London Free 


Alice Linden 


inexpensive food the obvi- 
ous objective The London Free 
Press cafeteria. But management 


‘considers that the cafeteria has an- 


other, more subtle 
portunity gives all personnel 
know each other better and gain 
problems and aspirations. 

The firm sufficiently convinced 
the cafeteria’s worth, fact, that 
makes the deficit each month 
when expenses 
The company has just re-opened 
the cafeteria, after modernizing 
completely. 

open all members the 
staff and virtually all members 
appear there from time time. 
Publisher Walter Blackburn fre- 
quently takes his place 
queue before the serving counter. 
Department heads both the news- 
paper and the firm’s radio station, 
CFPL, eat the cafeteria regularly. 
The lunch table provides common 
meeting ground where executives 
and other employees can chat in- 
formally, often about company mat- 
ters. 

Last winter editorial and advertis- 
ing department employees took part 


each day months-long cribbage 
tournament. Interest was keen 
“night side” came each day for 
lunch and game with his current 
opponent. 

About 500 men and women are 
employed The Free Press build- 
ing. Because the nature their 
work, staff members must often eat 
quickly. Because the building 
large, many employees one de- 
partment seldom have much con- 
tact with workers another. The 
opportunity 
for both. 

The employees have always had 
direct interest management 
the cafeteria. Proposal that some 
kind recreation room should 
established was initiated 1943 
The London Free Press Employees’ 
Benefit Society. The Society sought 
room right the building, where 
night personnel could 
“break”. Since few eating places 
were open that hour night, 
was decided that 
room should have hand supply 
coffee and sandwiches, aug- 
ment the food the brought 
from home. 

The recreation room opened late 
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1943. the time the first pot 
coffee had been poured, was 
obvious that the limited amount 
space available was needed more 
for cafeteria. The transforma- 
tion began almost once. Gradu- 
ally easy chairs recreational 
equipment were replaced more 
tables and kitchen equipment. 

first was thought that some 
money might made. Any such 
profits were the Society. 
Things did not work out this way. 
Instead showing profit, the 
cafeteria has been consistently 
the red, because the low prices 
charged. 

Direction remained under the So- 
ciety for many years, and then the 
company took over. The cafeteria 
now under the jurisdiction the 
personnel 
headed Wade. Quarterly 
financial statements are presented 
The London Free Press Employ- 
Association, successor the 
Benefit Society. 

Approximately 250 
filled each day. 
vegetables “special”, served 
noon and night for cents. 


CANADIANS ATTEND 
EDINBURGH'S CONFERENCE 


Sandwiches are and cents; 
milk and coffee, seven. 

All buying done the head 
cook. Her staff includes two other 
full-time cooks and 
assistants. 

large picture the front page 
“The Fourth monthly 
publication the Association, pro- 
claimed recent re-opening the 
modernized cafeteria. Careful plan- 
ning has made the most every 
available inch. 
small square tables with oblong 
ones has increased accommodation 
and aisle space. The room now seats 
60. 

Accent throughout cheeri- 
ness. Walls and ceiling the dining 
area are painted light beige, 
which repeated the draperies. 

The cooking area glistens with 
stainless steel. New equipment in- 
cludes: Gas stove, steam table and 
refrigeration unit for milk and soft 
drinks. deep-freeze unit has been 
installed the storage room behind 
the cooking area. second large 
refrigerator, dish-washer and meat- 
slicer all contribute the kitchen’s 
efficiency. 


H.R.H. The Duke Edinburgh sponsoring study conference 


the Human Problems Industrial Communities within the Commonwealth 
and Empire next summer Oxford. Thirty Canadians will represent this 
country. The number from the personnel field Canada has not yet 
been determined. committee named Hon. Howe now 
making the selection. 

The conference will attended delegations from all parts the 
British Commonwealth and Empire. 

Australia’s delegation the second largest invited. There, 
applications have been called from men and women industry and 
commerce desirous being considered for selection delegates. From 
the applicants, persons will recommended the Conference Council 
London receive invitations attend the conference which will take 
place July, 1956. 

Steps are being taken ensure that personnel people will given 
due consideration. 
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Personnel Extravagance 
Says Royal Bank Letter 


SMALL-BUSINESS manager 
should not hesitate consult 
specially qualified people. may 
appear extravagance pay 
auditor personnel guidance man 
trust officer, but every one these 
likely cut down expenses, in- 
crease business avoid trouble. 

Consulting firms have 
range experience similar prob- 
lems with many companies, and all 
that knowledge yours for fee. 
Even the most 
ness men find advantageous 
consult experts regarding tax laws 
and the legal form business best 
suited their purposes. Some ac- 
counting firms, whose services are 
widely used small businesss for 
routine work, have set depart- 
ments give management advice. 
Other sources help are the Cham- 
ber Commerce Board Trade, 
agencies Federal Provincial 
Governments, trade associations, the 
Better Business Bureau. 

questions technical nature 
should arise when consideration 
being given the establishment 
business industry, the Techni- 
cal Information Service the Na- 
tional Research Council, Ottawa, 
prepared offer certain kinds 
assistance. 

consultant worth his salt will 
claim able perform miracles, 
but brings your problem 
amount and quality knowledge 
would cost you fortune accum- 
ulate. Businesses that are close 
university towns have ready 
hand the universities wealth 
qualified consultants almost all 


phases production and business. 

The business man seeking ways 
improve his factory shop will not 
overlook most prolific source 
ideas: his employees. 


BOOK REVIEW 


“Strategy and Techniques La- 
bour Edward 
Peters. Published the National 
Foremen’s Institute, New London, 
Connecticut. 

One’s first impression picking 
this book the unusual pre- 
sentation the material. The 
writer has quite deliberately gotten 
away from the rather dry textbook 
stvle writing and into the “quasi- 
verbatim” style. his credits 
interesting note that has 
made use help from senior people 
the Columbia Broadcasting Com- 
pany and Time Magazine, which 
has helped produce 
gripping and extremely readable 
booklet. fact, for those who have 
had some experience collective 
bargaining, predict that they will 
find great deal difficulty 
putting the book down once they 
have started it. 

The last and most impressive re- 
action this reviewer that this 
man has been able 
through the use this particular 
case method, has other writer 
within this somewhat lim- 
ited knowledge, “feel” and under- 
standing what goes collec- 
tive bargaining. The book highly 
recommended any and all people 


enced.—C. Chaston. 
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Experiment The Development 
Employment Testing 


Creighton* 


ARLY 1953 the head our 
Employment Section submitted 
posed employment test project for 
Kingston Works. proposed that 
preliminary investigation started 
determine the use tests 
measure factors applicants, 
which were not measured pres- 
ent employment procedures, would 
practical the local situation. 
This preliminary 
sulted formal project that took 
approximately year and 
complete. 


The project was successfully car- 
ried through completion main- 
through the efforts two people. 
the policy level had the ad- 
vice and encouragement the head 
the department, Guthrie. 
the technical level had the 
expert and painstaking efforts 
Nelson the Employment 
Section. 


Testing Background 
Kingston Works the Textile 
Fibres Division, Pont Company 
Canada Limited, manufactures 
nylon yarn, tire cord, staple fibre 
and mono-filament. Aside from ex- 
perimental work done minia- 
ture textile mill, set labora- 
tory, finished articles 
duced—our final product raw ma- 

terial for the textile mills. 


* Mr. Creighton is Supervisor Employee Re- 
lations and Training, Du Pont Company of 
Canada Limited, Textile Fibres Division, Kings- 
ton. 


Various operations performed 
the plant are similar operations 
performed both chemical and tex- 
tile plants. 


Early 1953, when the decision 
was made investigate the possi- 
bility using employment tests, 
there were approximately 
people employed the works. 
this number approximately 750 were 
hourly payroll 
ing approximately 450 production 
male employees, 150 service male 
employees and 150 women produc- 
tion employees. The women em- 
ployees were employed exclusively 
the winding (or throwing) sec- 
tion the plant and, due the 
lessened demand for thrown yarn, 
their number had been gradually 
decreasing. The 150 service male 
employees consisted mainten- 
ance section, embracing most 
the common crafts, service labour 
section and few laboratory work- 
ers. The main group 450 produc- 
tion male workers were working 
the twisting, staple, spinning and 
polymer areas continuous oper- 
ation. 


The work the polymer and 
spinning areas, exclusive the first 
floor, primarly chemical type 
operation. spinning first floor, 
the draw-twist area 
staple area, and the winding 
area, the workers are operating 
machines that handle yarn and are 
doing the type work which re- 
quires varying amount certain 
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tion. Workers all these produc- 
tion areas enter the plant draw- 
twist service operators. this work 
they help machine operators and 
general housekeeping 
work, while getting general know- 
ledge the operation. All other 
jobs these areas are filled 
line promotion, through interme- 
diate jobs such baler and creel 
operator drawtwist staple op- 
erator and thence first floor spin- 
ning the top floor and from 
there the salt preparation house. 


the time the project started 
there was very little hiring the 
women’s area. This was also true 
the service areas, where most 
the employees had long terms 
service, labour turnover and the rate 
expansion was small. Approxi- 
mately eight out ten the em- 
ployees being hired were hired 
drawtwist service operators for the 
continuous production operation. 
all the types jobs mentioned 
complete job evaluation, job descrip- 
tion, and some time study and 
records were available. 


The labour supply was plentiful, 
mainly because some large lay- 
offs some other plants the area. 
Approximately people month 
were being hired with fairly high 
selection ratio, which averaged two 
rejects for every one selection. 


Preliminary Research 


The original proposal that was 
1953 outlined the types tests that 
were thought the most valu- 
able for initial project, the re- 
sults that could expected and 
the long term considerations that 
would make the results the tests 
even more valuable. 


read follows: 


“It proposed that programme 
employment testing instituted 


this works, and that work 
started the preliminary steps im- 
mediately. Tests would used 
measure factors applicant’s 
make-up which are not analyzed 
our present employment practices— 
factors which are basic import- 
ance determining how well 
employee can his job. 


“The tests which have been found 
most successful the selection 
semi-skilled workers are measures 
basic capacities, such manual 
dexterity, motor ability, ability 
perceive details, eye-hand co-ordin- 
ation, etc. The specific tests 
tried out would decided upon 
after consultation with time study 
and production people has isolated 
the important components the 
job, and after survey previous 
investigations this type oper- 
ation has been made. 


“Since preliminary investigations 
have shown that these types 
basic capacities are necessary the 
drawtwist and spinning areas and 
since this comprises the largest work 
force the plant, has been de- 
cided apply the initial project 
the workers this area. Members 
supervision this area have 
stated that their opinion there 
are large differences the employ- 
ees’ relative abilities the basic 
mechanical operations their job. 
Some foremen also felt that some 
the discharges, due attitude 
and reliability, and some the quits 
for other reasons, were really caus- 
dissatisfaction arising from 
basic inability the mechan- 
ical operation the work easily. 


Results Tests 


“The results improving the cali- 
bre employees respect dex- 
terity should several, with the 
following most commonly mention- 
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(a) the quantity yarn turned 
out per doff would greater, 
the operator could keep his 
positions more readily. 

(b) the quality yarn should 
improved errors due 
hurrying keep assign- 
ments should unnecesary. 

(c) the worker who more able 
handle his assignment 
should better adjusted 
the job, and improvements 
reliability and attitudes are 
likely. 

(d) cases doubt about hir- 
ing people years age 
over for production job, be- 
cause doubtful dexterity, 
the battery could admin- 
tion. 
worker who could keep his 
assignment more readily 
would work more safely be- 
cause would not push- 
beyond his own working 
speed.” 


(e) 


Plan for Research 

After further investigation the 
summer 1953, plan for re- 
search was submitted manage- 
ment outlining general terms the 
method followed, approxi- 
mate cost project and the esti- 
mated time that would take. 

Background Research. 

(a) Consultation with methods 
and production supervision es- 
tablish the relative importance 
dexterity and co-ordination 
ing successful operator the 
drawtwist area. 

analysis job evaluation, job 
analysis and M.T.M. 
confirm this. 

(b) Consultation with 
experts the quality control sec- 
tion ensure that the statistical 
framework the project 
sembled the most efficient man- 
ner. 


Selection Tests 


intended select approxi- 
and co-ordination and one test 
personality for the trial battery. 

Approximately Drawtwist op- 
erators will given the complete 
trial battery tests. They will 
selected random from the Draw- 
twist Area within the following 
qualifications. 

Ages must 18-35, these 
are the limits applicants must 
fall within considered 
for employment. 

All must have minimum 
six months’ experience that 
job ensure that they have 
completed their training and 
are operating their best 
speed. 

The Criterion 

time study will made 
each employee taking the trial bat- 
tery determine how long takes 
him to: 

Exchange full pirn for empty 

one 

String the position 

Statistical Analysis 

The results every test for each 
employee will then correlated 
with the criterion, (the in- 
dividual time study results). Cor- 
relation figures for each test will 
then determined give ac- 
curate indication how well the 
particular test predicts the length 
time experienced employee 
takes the basic operation 
his job already outlined. 

Comparisons between tests must 
then carried out that two 
tests are measuring the same thing, 
the less valuable one can re- 
jected. 

further analysis must made 
for “trends” that 
without results. must discov- 
ered whether there are any changes 


ability from the bottom the 
top the age range 18-35, the 
experience range six months and 
over. 


Costs 

Material costs for the project will 
consist approximately ten tests, 
$20.00 each, totalling $200.00. 

Time 

estimated that under normal 
conditions employment sec- 
tion, and the production area, 
the project can completed and 
statistically analyzed 
mately one year and half.” 


Background Research 


Once the plan for research was 
submitted, work began further 
confirm the practical nature the 
project, including the statistical as- 
pects it. Time study informa- 
tion confirmed that differences be- 
tween operators pirn exchange 
and string operations were com- 
monly much two one. 

Fatigue and Monotony—To avoid 
the differences that might arise 
testing people different times 
the day, measuring their abili- 
ties under different fatigue levels, 
all testing was held the early 
morning and afternoon, after the 
employee had opportunity 
“warm up” but before the later ef- 
fects the fatigue appeared. 


Motivation—Adequate explanation 
the project, (with particular em- 
phasis the fact that the results 
would not influence the 
job) will given all testees en- 
sure that their co-operation doing 
the tests and time studies ensur- 
ed. Any employee known sus- 
pected being unco-operative will 
excluded from the project. 

Age and Experience Results 
the completion testing must 
analyzed for any trends caused 
these factors. age and experi- 
ence showed any significant effect 


scores over any particular range, 
then this range would have 


from consideration re- 


spect the dexterity tests. was 
felt that because testees would 
18-35 with least six months’ ex- 
perience, these factors would have 
effect. 


Selection Tests 


Tests used industrial placement 
must valid the local situation; 
that is, necessary prove sat- 
isfactorily that test measuring 
what suposed measure. 


number the tests selected 
were standard well-known tests that 
had been used various situations 
with significant results. Other tests 
were chosen because, although they 
had little significant background, 
measured types dexterity that 
believed were important part 
the drawtwist operator job. The fol- 
lowing are the tests that were sel- 
ected for the trial battery. 


Minnesota Rate Manipulation 
—l. Placing. Turning. 
Koerth Pursuit Meter 
O’Connor Tweezer Dexterity Test 
Hand Steadiness No. and No. 
Purdue Grooved Pegboard 
Finger Dexterity Test 
Minnesota Paper Formboard 
MacQuarrie Test Mechanical 
Ability 
Pennsylvania 
Sample 
Purdue Pegboard 
Thurstone Temperament Test 


Bi-Manual Work 


Intercorrelation 

The degree intercorrelation be- 
tween tests important. high 
correlation between parts tests 
indicate that both tests are measur- 
ing the same thing. The ideal situ- 
ation then, for final battery, 
have low correlation between vari- 
ous tests making the battery. This 
ensures that each test really con- 
tributing the establishment 


the highest possible relationship be- 
tween the battery and the criteria. 
Many the tests the trial bat- 
record other situations. 

Criterion 

mentioned before, the major 
criterion establish how well 
employee could the basic mech- 
anical part his job, was 
determined through the use time 
studies, concerning the length 
time taken drawtwist operator 
to: 

exchange full pirn for 

empty one 

string the position 
order make sure that this im- 
portant data was accurate 
possible, was decided the follow- 
time study would done 
second technician independently. 

Communications 

Before starting the actual testing 
and time study work, information 
about the objective, techniques and 
expected results the project were 
conveyed the following groups. 

Staff policy 

Each supervisor the plant, 
through private interview. 

The union executive, special 
emphasis here was placed 
the confidential nature the 
individual test results and the 
fact participation the pro- 
ject would not effect employ- 
job status any way. 

Foremen the employees 
concerned with the project. 

Progress 

During 1954 enough tests and 
time studies were completed 
drawtwist operators provide 
three groups for statistical 
analysis. 

the completion tests 
and time studies was decided 
examine the progress the test- 
ing date, that any test felt 
superfluous could eliminated 
from the battery. 


The second group individuals 
tested were new employees selected 
regular selection system. Fluctu- 
ating employment conditions pre- 
vented any these employees from 
gaining the necessary experience 
drawtwist operators warrant 
time study, thus follow-up in- 
formation was possible. Compari- 
son the test scores this group 
with the experienced group, how- 
ever, was carried out and showed 
that there was significant dif- 
ference between the scores the 
two groups. 


Statistical Analysis 

During the first three months 
1955, the final test and criterion re- 
sults were carefully examined statis- 
tically. selecting the final bat- 
tery the objective was assemble 
group tests, the administra- 
tion which would practical 
for the situation intended maintain- 
ing keen predictive power 
possible. 

Further Results Statistical 

Analysis 

Age and experience were found 
have significant effects the 
results. 


study was made the re- 
liability the various measures 
ensure that the figures obtained 
were dependable, e.g. that the 
person was restudied few days 
later, the results would 
stantially the same. The amount 
error found all cases was not 
high enough significant. 


The final battery then became: 

MacQuarrie Test Mechani- 
cal Ability—Copying 
MacQuarrie Test Mechani- 
cal Ability—Pursuit 

Time required—20 minutes group 

testing. 

Minnesota Rate Manipula- 
tion Test—Turning 

Time indi- 

vidual testing. 


‘ 


With proper weighting this bat- 
tery resulted .54 correlation co- 
efficient. Using cut-off score 
.73 (the average time that the group 
operators took complete the 
time study criterion) estimated 
that the number average and 
above average employees will in- 
crease 

Final Conclusion 

Not too long ago employment 
tests were being bought the 
pound and administered like won- 
der drug that itself would solve 
all the problems the efficient 
utilization man power. Natur- 
ally, the results this kind 
program brought discredit the 
entire testing field. seems 


that now the pendulum has swung 
the other way. Instead wonder 
drug many people now regard the 
use psychological testing in- 
only when used with extreme cau- 
tion minute quantities, only when 
used the presence qualified 
practitioner and only organ- 
ization that has large budget 
spend the frills personnel 
work. 


think that time for em- 


ployment testing regarded 


patent medicine. inexpensive, 
readily available all and the 
right circumstances when used with 
reasonable care can VERY 
VERY effective. 
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